Employee turnover has attracted much publicity in Singapore. This research is concerned with (i) building a behavioural model consistent with prior research findings in this area and (ii) testing the model for explanatory power. The research was conducted in a large organisation with 300 subjects taking part in the survey. The model uses behavioural variables: seven variables of personal characteristics, and five factors in the Michigan Job Description Index. The dependent variable is the subject's score, on an interval scale, of intention to leave, which is a proxy for turnover. The findings of this research suggest that the model is able to explain a substantial I5ortion of the variability of turnover intention with R 2 at about 35 percent and a significant F-value.
INTRODUCTION
Employee turnover has attracted much publicity in Singapore. Turnover is considered dysfunctional to organisations. Industrial psychology literature treats it as an element of job-withdrawal related to job tenure, absenteeism and tardiness. This paper reports the findings of a research done in a large organisation in Singapore. The model, built on prior findings, is subjected to empirical verification in an organisation where new employees need a lengthy period of training; the structure of this organisation has been very stable over two decades. The results of this study reveal that the model appears to be empirically relevant and the variables in the model explain the turnover phenomenon significantly. A summary of the general findings from prior research is attempted first. The model applied in the research and the results of this study are then explained in the following two sections. The concluding section raises some issues including suggestions for continued research.
PRIOR RESEARCH ON TURNOVER
Researchers studying turnover in developed economies have used different orientations depending upon the disciplinary matrix applied. These studies can be divided into two broad groups: one where attempts have been made to provide general models and the other where certain specific variables were studied. March and Simon (1958) , who built a generalised model of turnover, made a distinction between perceived desirability of movement and perceived ease of movement as two distinct criteria. These criteria, which are dependent variables, are postulated to be determined by a set of (i) variables on personal characteristics such as age, sex, marital status, length of service, etc, (ii) organisational characteristics such as size of work group, visibility of organisation, number of extra-organisational alternatives and (iii) job-related characteristics such as rewards, supervision, work, etc. The inter-relationship amongst these variables, the authors explained, will determine the turnover phenomenon.
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This general model and the propositions arising therefrom have been useful for both model building and empirical tests of hypotheses. However, the model is too comprehensive to be applied in any one instance. There are too many variables and the model is unlikely to pass a test of parsimony. March and Simon also did not make a distinction between functional (unavoidable) and dysfunctional (avoidable) turnover. Other writers, Martin (1980) for instance, have also proposed generalised models.
Amongst the variables included as personal characteristics are age, family size, family responsibility, sex, marital status and education. A total of nineteen research reports, amongst others, are easily available relating these variables to turnover. 1 Some of these had large samples (in three studies n > 1000) and were conducted in different settings --hospitals, factories, Japanese firms and financial corporations. In general, personal characteristics were found to be significantly related to turnover; for example, turnover among female workers is high. Some researchers have investigated the statistical distributions of turnover phenomena. Amongst the distributions described are hyperbolic, negative exponential and inverse Gaussian distributions (see Bartholomew (1971) for a summary). Job-related variables studied include overall job satisfaction (eleven studies), pay and promotion (nine studies), supervision (eight studies), coworkers' interaction (seven studies) and job content (thirteen studies). 2 Turnover appears to be negatively correlated with some of these variables in a majority of these studies. For example, one study done (Martin (1980) ) amongst 250 service workers suggests that the overall job satisfaction and turnover are negatively related. Another study relating supervision to turnover (Graen and Ginsburgh (1977) ) amongst 89 service employees su~lgests that turnover is negatively related to leadership acceptance. Job autonomy and turnover were found to be negatively related in a study of 1033 Japanese electrical workers (Marsh and Mannari (1977) ). Another interesting study relates to self-perceived abilities relevant to task or SPART (Ekpo-Ufot (1976)). SPART is conceptually related to self-esteem and is an individual's personality variable. There is a positive relationship between SPART and turnover. Amongst the explanations advanced to explain these findings is one that job-related variables should be fundamental variables in determining intention-formation leading to job-withdrawal behaviour. Individual characteristics facilitate the perceived ease of moving out. Organisationaf variables tend to affect job-related variables as well. For example, task repetitiveness and turnover are positively related in that the organisation with repetitive jobs affect job-related variables adversely, thereby strengthening individual's perceived desirability of moving out. A number of researcher have identified organisation-relevant variables that appear to be related to turnover. These range from such diverse variables as unemployment levels in industries (Knowles (1964) , Moffat and Hill (1971) and Mobtey, Horner and Hollingsworth (1979) ) to organisational commitment (four studies) and organisational performance (four studies). 3 The directions of the relationship between turnover and these variables are mixed; for example, organisational commitment is negatively related (Steers (1977) ) while other relations, such as performance, are positive, (Marsh and Mannari (1977) ). Other organisation-relevant variables studied suggest that improvement in working conditions is positively related (Knowles (1965) ), that during periods of bad industrial relations turnover increases (Knowles (1965) ), and that the rank and file employees with low status tend to experience higher turnover (March and Mannari (1977) ). The organisational variables in general appear to facilitate turnover decision if these variables are perceived as detrimental to continued tenure as for example during industrial conflict in organisations. Conversely, improvements in
